Introduction
Human resources management (HRM) has been an object of study and reflection at both theoretical and practical levels. In fact, it is common to find references in the literature to a dichotomy of analysis and perceptions between academics and practitioners (Gates & Langevin, 2010; Buller & McEvoy, 2012; Winkler et al., 2013) . The considerable intensification of research in this field is a consequence of diverse debates which emerged around the concept and object of HRM (Legge, 1995; Kaufman, 2001; Gates & Langevin, 2010) . Among these debates are questions such as: the transverseness attributed to HRM in the organizational field (Paawe, 1996; Keating et al., 2000; Ribeiro, 2003; Cunha et al., 2010) ; and the connection between HRM and organizational performance (Wright et al., 2005; Prowse & Prowse, 2010; Stavrou et al., 2010; Buller & McEvoy, 2012; Sirca et al., 2013; Bednall et al., 2014) .
After the 1980s, and particularly after the 1990s, HRM came to be regarded as fundamental to the development of an organization and to the sustained growth of the business (Guest, 1987 (Guest, , 1997 Legge, 1995; Storey, 1992 Storey, , 2007 Ulrich, 1997a,b; Brewster, 1993a,b; Paauwe, 1996; Cabral-Cardoso, 1999 , 2004 Keating et al., 2000; Sirca et al., 2013; Bednall et al., 2014) . HRM becomes strategic when it emphasizes the relevance of considering persons as an organizational asset requiring investment and appropriate management (Jamrog & Overholt, 2004; Bourne et al., 2013 ) , i.e., when HRM starts to manage persons according to the specificities of the business, therefore adding value to the business and contributing to the organization's distinctiveness and competitive character (Porter, 1985 (Porter, , 1990 Peters & Waterman, 1987; Schuler & Jackson, 1987 , 1997 Dyer, 1984a,b; Kaufman, 2001; Cabral-Cardoso, 2004; Jamrog & Overholt, 2004; Azmi, 2011; Bourne et al., 2013) . There is, however, a long way to go, both at academic and practical levels, to accomplish a greater consistency, credibility and acceptance of the role of HRM in the strategy of the organization (Legge, 1995; Pfeffer, 1995 Pfeffer, , 1998 Pfeffer & Veiga, 1999; Kaufman, 2001; Caldwell, 2002; Cabral-Cardoso, 2004; Cunha et al., 2010; Stravou et al., 2010; Buller & McEvoy, 2012; Sirca et al., 2013; Bednall et al., 2014) .
The systemic nature of organizations requires an understanding of the multiple meanings of each organizational actor as a member of specific organizational and professional groups/subgroups, of their functions, roles, responsibilities, and professional expectations (Sozcka et al., 1981 ; Luthans, 1988; Romelaer, 1996; Sculion & Starkey, 2000; Lemmergaard, 2009; Long et al., 2013; Amin et al., 2014) . Therefore, this study is positioned from the perspective of the internal client, to understand how different organizational actors perceive the reality of HRM with an emphasis on characterizing and understanding their perceptions of the contribution of HRM and HR managers to the performance of the organization.
This chapter is part of a broader study developed by Ribeiro (2014) and makes use of data collected within that research project. Accordingly, the qualitative empirical study is based on 257 interviews with different organizational actors with distinct hierarchical levels and organizational functions, belonging to ten companies active in Portugal. The analysis of the empirical data is developed through the methodology of grounded theory.
The chapter is so structured that the evolution of HRM is presented in Section 2. This is followed by a definition of the scope of HRM in Section 3 with a description of the main roles performed by HRM in Section 4. Section 5 analyzes the expectations of HRM and the HR department; this is followed by the debate on the contributions of HRM to organizational performance in Section 6. Sections 7 and 8 present the methodology applied in the empirical study, showing the paradigm adopted, the methods for data collection and analysis, the description of the interviewees and procedures in conducting the research. Section 9 provides the interpretation of the data, focusing the analysis on the perceptions, by different organizational actors, of the contribution of HRM to organizational performance. The chapter ends with the conclusion.
